The objective of the research was to determine the relationship between managerial competencies and the organizational culture of the Public University Institutes. Methodologically, it will be contextualized within a positivist epistemological tendency, the type of research is descriptive -correlational, the field design, not experimental, cross-sectional. The authorities of the institutions and 823 subjects that make up the teaching, administrative and labor personnel formed the population; two questionnaires were designed as instruments. The validity of the instruments was determined through the technique of expert judgment and reliability through the Alpha Cronbach method. For the processing of the results, descriptive statistics, measures of central tendency and variability were applied. It is concluded that there is a moderate relationship between the variables under study.
Introduction
Managers are the most important human resource of an organization, because they have to interact and motivate their subordinates and colleagues, communicate with the highest administrations and clients, and achieve their individual and organizational goals. The organizational climate and organizational culture are clearly identifiable elements with their unique characteristics within organizations [1] , in which leaders influence through strategies, practices, values, leadership style and example [2] . In this sense, the organizational culture describes the environment in which people work and the influence they have on how they think, act and experience work [3] , which is why it is increasingly becoming a concern of trained leaders [4] . In the literature, there are studies where the relationship between the organizational culture, management competencies and other variables is examined. For example, in [1] they highlight the importance of managerial efficiency through the study of organizational climate and organizational culture, whose results revealed that there is a significant influence of the Organizational Climate and the Organizational Culture in the Managerial Efficiency of the managers of private and public companies. In [5] investigate the effect of administrative competence on the quality of the relationship and competitive advantage, examine the relationship between the quality of the relationship and competitive advantage. In [6] the theoretical aspects of organizational culture and quality management, their interrelation and impact on the continuous improvement and development of the University are evaluated. Similarly, in [2] , the type of organizational culture within public and private institutions is identified for a comparative perspective of their organizational culture. Therefore, it can be said that the organizational culture is not only related to the efficiency of the organizations, but also in the way that the managers or directors foment this culture. Precisely, it is what worries in the public university institutes located in the Zulia state, where the relation with the scarce identification and institutional commitment, as well as the little organizational unit, present symptoms such as: Use of traditional schemes in the management process of human capital and the formulation of strategies that allow modifying the incentives for the performance of the actors participating in said management, among other symptoms. However, it is understandable that, given the changes generated in public systems, any symptoms such as those described can be addressed immediately. Consequently, the purpose of this research is to determine the influence of managerial competencies in the organizational culture of public university institutes, to establish guidelines that focus strategic and intra-strategic competencies supported on personal effectiveness and organizational culture in these institutions.
Methodology
The present research is framed within the quantitative paradigm because data is collected, where numerical measurement, counting and statistical techniques are used to analyze the information collected [7] . The approach is positivist, and the type is descriptive -correlational, because its content is oriented to the analysis and description of the characteristics that represent managerial competencies. Regarding the design, it corresponds to the non-experimental field, because the data obtained was not deliberately manipulated, focusing on the description of the data as it is presented in its natural context [8] .
Population
This research is focused on the members of the teaching staff who exercise administrative academic functions at the functional and operational levels of the Public University Institutes located in the state of Zulia, which will be the reporting units. The distribution by position performed was as shown in Table 1 . The calculation of the sample of the population of the personnel assigned to the IUTM, resulted in 204 subjects, which constitutes the final size of the sample. Regarding the University Institute of Technology of Cabimas (IUTC), the calculation of the sample of the population was 204 subjects. With these results, the sub-samples were calculated according to the size of the respective strata. This procedure determined the performance of stratified random probabilistic sampling.
As it is a heterogeneous population, the distribution of the sample resulted in the IUTM: 83 teachers, 61 administrative staff and 60 workers. In the case of the IUTC, the results were 77 teachers, 67 administrative staff, and 61 workers.
Research instruments
As a technique for the data collection process, observation by the survey was used and two questionnaires were used as an instrument. The first questionnaire addressed to the managerial staff was structured by 63 closed questions with five response alternatives, with the weights assigned according to the perception according to the case: Strongly Agree (SA), Agree (A), Medium Agree (MA), Disagree (D) and Strongly Disagree (SD). The second questionnaire was addressed to the teaching, administrative and labor staff of the IUTM and the IUTC and was designed with 34 closed questions, with five options. The scale comprised the following alternatives: Always (A), Almost always (AA), Sometimes (S), Almost never (AN) and Never (N). The validation of the instruments was carried out through the expert judgment technique, who evaluated and validated them. For reliability, a pilot test was conducted on a population of equal characteristics, to whom the instruments were applied and with the results obtained, the Cronbach coefficient was calculated. The results of the coefficient were 0.88 and 0.83, which denotes high reliability.
Data analysis
Both the processing and the analysis of the results were executed through the application of averages and standard deviation, which allowed the categorization of variables, dimensions and study indicators. With the above, it was possible to design a table of rank, interval and category, based on the highest or lowest score of the reference scale used (5 -1); it is shown below in Table 2 . The Omega2 (W2) correlation technique was used to measure the degree of association or relationship between the variables studied [9] . For the interpretation of the results the proposal of [10] was used (Table 3) . Table 4 shows the results of the directive competences variable, its dimensions and indicators, obtained through the application of the instruments. For the Directives Competencies variable, an average of 4.15 is evidenced, with a very low dispersion of 0.46; being located within the high category; this situation reflects, according to the perception of the respondents, a high development of the strategic, intra-strategic and personal efficacy competencies that they apply within their directive action. These results coincide with what was stated by [11] , who affirms that the entire performance of a teacher and university administrator is based on the application of many skills and competencies, which allow managers or directors to fully develop their internal environment as external, achieving links with all the staff of the institution. In addition, [12] they claim that managerial competencies cover a wide range of competencies using generic skill categories, functional skills, and industry-specific management skills and that measuring them requires a list of specific and defined competencies for they can be interpreted in the same way by different observers.
Results

Variable: Managerial Competencies
Dimension: Strategic
As it is observed, all the indicators of this Dimension were placed in the high category, with a very low dispersion of the answers. This shows that respondents recognize the threats that could attack the institution and visualize future situations, use regular channels to obtain the necessary resources in their management; they use the material resources in an appropriate way in the development of their manage-ment. In general, the Strategic Competencies dimension was placed in the high category; evidence that the respondents within their managerial action employ the business vision, inter-functional guidance, resource management, customer orientation, relationship network, as well as negotiation. The previous results, coincide with the findings in [13] , which showed to have strategic competencies in a good level, however, these were strongest among the employees that perceived greater organizational support.
Dimension: Intra-strategic
As shown in Table 4 , these results show that respondents effectively hear the statements made by people in their work environment, effectively convey the message they wish to communicate, employ formal techniques in the communicative act, provide full information to the communicate with others and create an enabling environment for communication to flow in all directions. Likewise, they help their collaborators in the discovery of professional skills, support them to develop them and transmit their experience in each of the key areas of the institution, fostering an atmosphere of trust among the members of their work team. In general, for the Dimension, it was evident that the respondents possess the skills of communication, people management, leadership, delegation, coaching and teamwork, which have allowed them to develop their executive capacity, as well as leadership. These results are positive according to the postulates of [14] who affirm that those who possess the intra-strategic competences have executive capacity and leadership, oriented to achieve the commitment of the workers and the growth of the employees and the organization; and that in addition these are the competences of personal efficiency that take into account the habits that favor the fluid relationship of the manager with the environment.
Dimension: Personal effectiveness
All the indicators were placed in a high category with a very low dispersion of the answers, with the exception of the indicator self-control that was located in the very high category. These results show that respondents anticipate problems that may arise in their environment and implement actions that overcome the obstacles presented during their management, seek new ways to perform daily tasks and incorporate flexible methods for executing a job, addressed to generate new changes. In general, the Personal Efficiency Dimension was placed in the high category with a very low dispersion of responses; which shows that the respondents possess the competencies of proactivity, creativity, time and stress management, decision making, self-control, emotional intelligence and integrity. These results are supported by what is stated in [15] , where it is stated that the skills developed in personal efficiency are essential for a competent administration, and that Personal Effectiveness act of individuals in such a way that they are selfregulating subjects, striving to become the so-called competent managers. Similarly, [16] affirms that employees perceive personal effectiveness as the extent to which they have sufficiently fulfilled the task requirements of their work or the degree of their individual productivity and that the organizational environment can have a strong effect on the effectiveness personal and productivity. Table 5 shows the results of the directive competences variable, its dimensions and indicators, obtained through the application of the instruments. The Variable Organizational Culture reached an average value for teachers in 2.71, with a very low dispersion of the responses of 0.49; being located within the moderate category, which suggests that the respondents within the institution analyzed with this same level take into consideration the integrating components; the cultural manifestations and the maintenance of the culture. Regarding the opinion of the administrative staff, an average of 2.28 is evidenced, with a very low dispersion of the responses of 0.48; likewise, for the workers' personnel a value of 2.21 and 0.41 was reached respectively; both sources of information show a low category within the educational institution, because the integrating elements, the manifestations and the maintenance of the culture are not considered; situation that affects the development of activities and especially in the integration of them to the institution. These results are negative, according to the findings in [17] , where it was found that the organizational culture has an impact on the organizational climate through specific factors. Likewise, they have little agreement with the results in [18] , which show that aspect of the organizational culture that improve employee satisfaction and achievement were perceived positively.
Variable: Organizational culture
Dimension: Integrating components Respondents, with a moderate level, consider management style, clarity of values, behavior codes, individual autonomy, structure, support system, incentive strategies, strategic direction, as well as human talent, however, they affirm that they should be evaluated how they are executed so that they can take advantage of each of the resources they have. Both sources of information were placed in the low category, which shows that in the institution analyzed the integrating components are not considered. These results in the case of the management style, differ from the findings in [19] , where it was found that an effective administration involves both native talent as a continuous study, training, communication, experience and flexibility. Similarly, they differ from the findings in [18] , where it was found that the integrating aspects of the organizational culture that promote compliance and employee satisfaction were considered of great importance to achieve personal effectiveness.
Dimension: Cultural manifestations
Within the institution, stories, rituals, symbols and languages are not used as a cultural manifestation. In the case of material symbols, these results are negative, according to the findings in [20] , where it was found that cultural qualifications mediate the relationship between the design characteristics of the office and job satisfaction. Also, they differ from what is stated in [21] , where it is stated that language plays a central role in cultural understanding and the creation of meaning in interactive environments.
Dimension: Maintenance of culture
Teachers within the institution, with a moderate level, take into consideration the selection process, higher administration and socialization, as fundamental elements for the maintenance of culture. The administrative and labor personnel point out that, within the analyzed institution, the maintenance of the culture is not used; a situation that can affect the integration of its personnel to institutional activities. On the basis of the above, for [22] , one of the most powerful methods of maintaining organizational culture includes both the processes and behaviors that managers pay attention to together with their teams, that is, the observed and commented events. Resolving issues in a systematic way gives employees powerful signals about what is considered important, in addition to what is expected of them. Finally, to define the influence of managerial competencies in the organizational culture of the Public University Institutes; the results are presented from the application of the Omega2 coefficient in Table 6 . Table 6 reflects a value of 0.36 and 0.38 for the populations respectively. In both cases there is evidence that there is a moderate positive association, this suggests that managerial competences directly influence and with a moderate intensity in the culture of the organization, however, both variables must be exhaustively evaluated so that they can achieve the proposed objectives. Likewise, the results suggest that the organizational culture develops when the managerial function is understood as the expression of a set of social, political, administrative, and even personal influences that occur in the educational center in dynamic interaction with the broad context in which it is located [23] .
Conclusions
According to the results presented and analyzed, it is concluded that: managerial competencies are an important component, but not a determinant of the staff perceptions of the components, manifestations and elements related to the maintenance of this variable within the context under study. Likewise, there are weaknesses in relation to the use of stories, symbols and languages, as cultural orientation tools that allow achieving a sense of direction in terms of behavior and contributions. Regarding the processes of selection, superior administration and socialization, they develop with important deficiencies, which do not allow them to become tools for the promotion and maintenance of culture. When establishing the association between managerial competences and the organizational culture of the Public University Institutes, it is concluded: the values of association between the variables indicate moderate categories, which means that managerial competencies are an important variable to achieve a healthy culture conducive to the commitment to quality and excellence in these important institutions.
